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Abstract 
The aim of this paper is to present the achievements of a team whose main purpose was to ensure and improve quality through 
cultural changes at the level of an economic department of a private university in Romania. The basic idea was that the design, 
the implementation and the consolidation of the cultural change can be done by involving each member of the teaching staff 
regardless of his degree and position. In establishing the methodology, a culture of quality with the following coordinates has 
been taken into account: (i) a set of authentic values, accepted by all the teaching staff; (ii) procedures used for cultural changes 
in order to motivate the teaching staff and the students to reach high levels of performance; (iii) quality culture permanently 
focused on the students  needs. Even if the concerns in this field are of recent date, positive results have already been recorded. 
Cultural changes have to start from the conviction that any training leads to the common well-being of both the individual and the 
group and is a starting point for the assurance of internal quality at organizational level. 
d by Elsevier Ltd. 
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1. Introduction 
The present article details the preliminary results of an experiment started four years ago by the first author of 
this paper, based on the managerial experience gained throughout the previously held positions: scientific secretary, 
president of the Commission of Quality Assurance and now Dean of the Faculty of Finance, Banking and 
Accountancy. To this experience, the innovative ideas of a young assistant, whose research focuses on quality 
management, have been added.  
2. Lessons of the present 
Currently, more than ever, higher education in Romania is facing a problem of existence and image, namely the 
ranking of higher education institutions and the classification of study programmes. 
As a result of the contested classification done in the summer of 2011, a significant lesson can be learned for the 
future course of events. The majority of the universities placed at the top are characterized by a strong 
organizational structure, based on the interaction between the organization members, individual values and attitudes, 
contribution and interaction between the employees and leadership, management and decision making style.  
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Quality assurance in the fields of teaching and scientific research is the main concern and responsibility of a 
higher educational institution. The real purpose of this process is that the graduates achieve transversal and 
professional skills and competences necessary for their personal career, as well as for the society. 
At the beginning of the third millennium, a competitive educational system is characterized by a continuous 
improvement in the quality of the activities and the national and international accessibility of this system. It seems 
very simple: there are only two challenges according to which certain objectives, activities and strategies are set up 
taking into account the available resources. Any strategy adopted by a university for this purpose has to be doubled 
by a soft -mechanism , which means a cultural change at organizational level. 
3.  Characteristics of the organizational culture  
definition, the culture is a collective programming of the mind, which 
distinguishes the members of one group or category of people from another  (Hofstede, 1996). 
The organizational culture is the result of a continuous aggregation process of accepted/recognized values, 
attitudes, beliefs, behaviours, norms and habits of a community on which depends directly or indirectly its 
functioning and performance (Hofstede, 2010). 
A strong organisational culture is represented by a high degree of adherence 
principles. Such an organization does not need any control or bureaucratic systems. The people who are part of a 
powerful culture do not need further impulses; they accept, understand and even anticipate the challenges. 
An organisational culture satisfies some human needs such as: belonging to the values and life of the 
organization, individual identity, stability, safety and recognition (Robbins, 2011). 
An organisational culture is at the same time, a system of control and regulation. Understanding the significance 
of the activities and the organizational identity, the attitudes, the behaviours and its habits will be transformed and 
modelled. Also, vanishes. Thus, the organization ensures equilibrium 
and stability when facing the multiple challenges of our contemporary life (Mihut, 2006). 
The organisational culture is the key factor in any steps made regarding progress. Accepting progress, lining up 
with change, are, in fact, answers to an external environment challenge and have to be preceded by cultural change 
processes. 
The acceptance/recognition of the components of the organizational culture is different from one member of the 
organization to another (Nyberg, 2009). In order to increase the degree of acceptance/recognition of everything that 
is good in these elements, we can act by means of cultural change, which can influence both the group s and the 
individual s well-being. 
 In close relationship to the term of organizational culture, one can speak about organizational behaviour that can 
be: for or against the organization, fo  own interest or oriented towards initiating and feeding conflicts, which 
can lead to discomfort in the case of people who target change (Schein, 2010). 
The variables that influence the organizational culture of a higher educational institution can be classified 
according to its internal and external environment (Schileru, 2007). The internal variables are: the history, the 
mission and the objectives of the institution, property form, economic situation, the management system, number of 
employees, institution size. The external variables are: relations with the national and international academic 
environment, relations within the economic, social and political fields, as well as the constraints of the 
national/communitarian laws (Nicolescu, 2002). 
For a strong cultural organization, cultural change can be directly announced as a series of targeted corrections. 
Conversely, for a weak organization, due to subtle methods that require 
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4.  When do we need a cultural change? 
Current organizational culture is relevant in several key moments in the life of an organization (Hutu, 2002) such 
as: top leader changes, decrease of organizational performance, organizational growth in terms of all resources 
(human, material, financial). 
If the organisation/university has a strong culture, there is the assumption that the design, the start and the 
consolidation of cultural change will not lead to any problems.  
If the organisation/university does not have a strong culture, the cultural change will be more difficult, especially 
in terms of starting and building cultural change. 
Regardless of ure - strong or weak - cultural change is easier to design, start and 
consolidate for a young or small organization/university.  
5.  Is cultural change a too far-fetched, hard-to-reach or even impossible goal? 
During the design of the cultural change, there was a search for the change a 
too far-fetched, hard-to-reach or even impossible goal . We have reached the conclusion that in the way of new 
ideas and of the desire to change, several barriers used by the forces" may exist: 
Before, things used to be done in g was fine. It is not the 
time for this, we have other problems, and this direction is not good for our timing. 
2 The others do it in  everything is fine. The results will not be 
the ones expected, negative effects will appear, major obstacles stand in our way and they are difficult to overcome! 
3. The organizational barrie  I wa in  it; I have 
no time to think of any possible change. What is the use of doing it  What is 
the reason of changing something? People prefer to avoid anxiety or stress, accepting the comfort of thinking and 
acting by using the previously established schemes. 
These barriers have been removed with a lot of patience and diplomacy by intervening at group level, announcing 
the change and giving the group the free will to choose whether to participate or not in the change plan. As long as 
the cultural change more competitive or more performing, it 
 should not be undermined by isolated attitudes or by behaviours which do 
not contribute to progress and which could become factors of regression. 
6. How is a cultural change done? 
Culture is learned! It starts in childhood and then continues the whole life. In order to maintain our identity, we 
are tempted to consolidate and preserve certain elements, but if they become an obstacle for survival, maturity, 
progress, we have to look for new elements, ideas, behaviours, both at individual or organizational level (Abrudan, 
2009).  
Cultural change is oriented towards the diagnosis and analysis of dysfunctional elements, towards new values, 
and towards the growth of the organization quality by a fundamental transformation of behaviours. The dynamics of 
these characteristics is not easy to follow/control/measure and the risk of its estimation is high (Peck, 2009). For this 
reason, when such a change is previewed, it is recommended that a new leading team should be prepared well in 
advance.  
Cultural change means, in fact, a mentality change at the level of the organizational culture (Schein, 2010). 
Practically, it is the individual s alignment to the upgrades of the organizational culture. If we try to order the 
elements of the organizational culture, we have the following conditionings: habits determine norms, norms 
determine behaviour, behaviour determines beliefs, beliefs determine attitudes, and attitudes determine values. 
For a cultural change approach, the following sequence of stages is recommended: 
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Table 1. Stages of cultural change approach 
 
No. Stage Characteristics 
1 Audit of the organizational 
culture 
The frequency and the intensity of the appearance of certain behaviours are evaluated. In this stage, it is 
necessary to establish the internal and external factors which support/accept the cultural chan
says that what we do now is not good, but it does not mean that we cannot do things  
2 Announcement of the cultural 
change 
It is realized by altering habits. This stage takes time and effort, and the individual example and the 
involvement of the people who initiate change are required. 
3 Projection of the cultural 
change 
It is the accepting stage of new rules. Acceptance is harder to obtain for people who have been working for 
a long time within the organization, but have not contributed to any progress or who, after the leadership 
change, feel they have lost the previously privileged positions. These people feel aggrieved, conflicts and 
ego related reactions may appear; these people are trying to form a new groundswell of opinion and new 
which lead to waste of human energy, with visible consequences over the evolution of careers.  
4 Start of the cultural change  Adequate behaviours appear: colleagues are interested in the quality of the work, not in positions 
(sometimes they decline administrative or managerial positions if they believe that there are other people 
who better correspond to e 
and they offer to take on new responsibilities. 
5 Following the cultural change Beliefs are consolidated. As a result of new behaviours, recognition appears. That compensates for the 
efforts made and the fear of the new is no longer present.  
6 Consolidation of the cultural 
change 
New attitudes are formed. Group cohesion towards new internal or external challenges is visible.  
7 Finalisation of the cultural 
change 
New values are established and the organizational climate is visibly improved.  
 
The positive effect of the cultural change has to be permanently followed by further progressive transformations, 
easier to manage and to control such as: adaptation, harmonization, reorganization, elimination of non-productive 
practices and orientation towards real problems in order to obtain the best results (Jackson, 2010). These processes 
do not necessarily mean the change of leadership. 
6.1.  Where does cultural change start? 
The answer to this question is the following: cultural change starts by involving the top leader in the progressive 
approaches regarding quality, performance and competition. 
6.2. What do the middle leaders have to do and what is their attitude? What does the staff have to do?  
Both the top leader and the middle leaders (Hutu, 2002) have to be interested in ensuring compatibility between 
each emplo  the organisational culture. This needs to be monitored when employment 
starts, by attentively studying the employment records, the credentials, the CV, the letter of motivation, the 
references, the job interview and by clearly stating the job description. 
The organization climate reflects the state of mind as a reaction to the organization economic and 
managerial evolution. Consequently, the design, the start and the consolidation of the cultural change depend on this 
climate. Also, the favourable or unfavourable organization climate is the obvious result of the existing relations 
between the members of the group and between the group and the leadership (Steel, 2010). 
Further on, several actions for the middle leadership are presented, doubled by reactions/actions of the group. 
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Table 2. Actions of the middle leadership and of the collective 
 
No. Actions of the middle leadership Actions of the group 
1 The middle leader has to dedicate himself to the activities of design, 
start and consolidation of change and to prove by personal example 
 
Be aware of the need and the direction of the change at the 
top/middle leadership level and the group level;  
2 Know thoroughly the organization, its values and history; Come with new ideas and suggestions for improvement; 
3 Convince, organize and encourage people to act differently; Align as fast as possible to the new behaviour; 
4 Be aware of the simultaneous intervention at group and individual 
level and acknowledge the fact that intervention at group level is 
more efficient than at personal level; 
Fulfil in time, in a responsible and qualitative manner all the tasks 
required by the job; 
5 Be aware of the time and financial constraints he will face; be aware 
that the support of the key-people in the organisation is needed; 
Notice the le  with these efforts by 
envisaging certain requirements or by voluntarily offering to help;  
6 Be aware that any planned change can bring unexpected changes, 
usually unwanted, unplanned ones and conflicts or crises have to be 
faced. Also, he has to anticipate the effects of change spread and 
manage change-related risks;  
Look forward as much as possible and try to remember as little as 
possible of , which do not come back;  
 
7 Adapt his/her education and communication skills to the personality 
of each member of the group.  
Focus on the advantages that change brings; refrain from ironic, 
unproductive, malicious comments.  
7.  Quality aspects regarding the achievements of the teaching staff in the period 2010-2011 
The Faculty of Finance, Banking and Accountancy was established in 1998 and this year, 2012, we have the joy 
of reaching our 10th graduation ceremony. Having more than ten years  experience, our efforts have been focused 
on the 
activity), relations between structures (relations within the departments, 
relations with other departments within the universi  leaders), relations with the 
external environment (relations with economic faculties that develop similar programmes in other institutions of 
higher education, relations with research centres, relations with the social and business environment, relations with 
 
7.1.  Internal activity  
1. Over the last two years, the teaching staff has had the possibility to prove its professionalism during the 
accreditation of bachelor and master programmes, done by the Romanian Agency of Quality Assurance in Higher 
Education. First of all, we must mention the external university evaluation of 2010, when out of the 15 existing 
bachelor study programmes, only five were  of the 
Faculty of Finance, Banking and Accountancy. This selection meant a double challenge because the 
the  this evaluation. The qualification received by the 
university - the highest qualification that can be obtained by a higher education institution in Romania - has 
iation for the teaching staff. The result obtained has challenged the 
colleagues from the other departments in the university to complete their application forms for evaluation and 
accreditation. During this period, have been accredited and the authorisation of a new 
p  and Management Information Systems  has been obtained; 
2. A new initiative was to organize, each year, a scientific conference for the teaching staff. Thus, especially 
young assistants and lecturers have the possibility to present the conclusions of their scientific research; 
by involving 
them in research activities such as projects and grants run by the university, the quality and number of papers 
presented at the students  scientific conferences has grown; 
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4. C  have been organised; 
5. The colleagues who have reached performance in teaching and research have been promoted in higher teaching 
positions  a reason for personal satisfaction; 
6. We have focused on improving the communication with students. Tutoring and mentoring classes for the 
s, as well as activities in research workshops are planned. Each member 
s with the students via e-mail. 
7. All information regarding teaching and research activities (schedule, classes, sessions, consultations, meetings) 
are visible on the ebsite. In this way, every member of the teaching staff is informed directly and 
efficiently regarding the university agenda. 
7.2.  
1. The Commission of Quality Assurance within the university has set over 40 rules regarding teaching and 
research activities  all available on the institution site. Based on these terms, we wish to establish an internal 
guide of the activities developed in our faculty. 
2. Within the university, we permanently organize English language classes, at different levels, for the teaching 
staff. We have set as a target for the following two years that each teaching staff member present his lecture in 
English. 
3. All teaching staff members use the information technology and, as a result, starting next year, it will be 
possible to upload the grades directly into their online accounts. 
7.3 Relations with the external environment 
1. The internal activity and the relations between structures were permanently monitorized and, at present are 
based on sets of rules, experience and good practices. The relations with the external environment have received our 
special attention only during the last three years. Thus, the Faculty of Finance, Banking and Accountancy has 
become member of the Association of Economic Faculties in Romania, taking part in 
We have signed partnerships with the Institute of Romanian National Economy and The Financial and Monetary 
Research Centre, both under the auspices of the Romanian Academy. Our students applied and participated in the 
mobility programmes based on the agreements signed by the university. 
2. In order to improve communication with former graduates, we invite them and their employers to workshops. 
Thus, we are directly informed about their professional fulfilment and plans for their future training, in order to 
permanently improve our curricula and in order to adjust to the requirements of a flexible labour market. 
3. Agreements for practical training have been signed with the most important financial societies, insurance 
institutions and business companies according to the idea that practical training opens doors to future employment. 
Based on these agreements, practical training is guided and supervised by the faculty and by the employers, who 
must write a reference letter about the students  involvement in the practical training. 
4. During the last years, the employers where students complete their practical training have been asked to 
sugge s, based on practical approaches and on real analyses of the 
challenges of working life, for the benefit of every part involved. 
5. We focus our efforts on building partnerships with the social and business environment and, at the same time, 
feed-back regarding the students  
fulfilment and performance.  
8.  Instead of conclusions  SWOT analysis  
Considering the preliminary results of this experiment  everything that meant progress in comparison with the 
efforts made during each stage of the cultural change process, here is the following SWOT analysis. 
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Strong points Weak points 
- the collective is appreciated by the top management and by the 
university colleagues  
- the capacity to face the increase in requirements  
- each member of the teaching staff becomes more demanding with 
himself 
- group cohesion is visible 
- organizational climate improves 
- facilities for career progress 
- loss of time and human energy  
- failing or career stagnation for some members of the group 
- deterioration the organizational climate for some time 
- deterioration of certain personal relations 
Opportunities Threats 
- ranking of higher educational organizations and classification of 
study programmes 
- agreements and partnerships with the economic faculties, research 
institutions and social and business environment 
- low standards of other educational institutions can discourage the 
teaching staff 
- high personal standards discourage possible students who wish to 
obtain results with little effort 
 
It is very difficult to set up successful strategies, but our strong belief is that any step taken in accordance with 
SMART objectives, without ignoring the extrinsic motivation of the teaching staff, however weak it may be, can 
guarantee success, even if only for a short period of time. Indulging 
definitely not a solution as long as opportunities still exist, so we have to act, change and improve. 
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